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B T aRY OF THE {;A VA&R E*F SERVICE PROGRAYM

1. The CIF Career Service Progra: is controlled by a CIA Cereer
Service Beard which gonsists of the Deputy Director {Administratior}, the
Deputy Director (?3-838), the Peputy Director {Intelligence), tm Apsistant
pirector (Personnel), the Director of Treining and, on & rotating bacis, two
dssistant Directore.. The two rotsting aexbers of the Bosrd w:’?.ll mah serve
for six months, ihere belng at all tiwes one from the overt office sroup and
one from the covert office growp. Their tours of duty are sbtaggered so that
there is continuity. The (IA Carser Service Seard neels once a monthe. If
any sember is unsblc to be present he may be represented Ly his Depity. Four
members congbitute a quorum, The Chairmin of the Boerd will be one m" the
Deputy Direcltors, each of whom will serve successively for & term of four
months, The Caireer Development Staff of the Personnel Office serves as
Secrctariat of the Doard and the Chief, Career Development Staff, acts as
the Bamw Executive Secretary, (See Teb B),

2, The CIA Career Service Board is responsible for adviee to the DCI
on meking CIA & better place in which %o work, It develops policy . overning
the Lareer Service Program and advises concerning all pelicy matters affecting
Agency persomnel, 7This is a continuous process in order thet the Progran
may be immedistely respansive to the meeds of the Agency and in order that the
Ageney's personnel policy may remain sufficiently flexible to meet all con-
tingencies, The %oard serves to guide the Agency in its development of long-
range plans for the best utiiisetion of the Agency's human resources, It is
?;mm;é ;):ﬁmrily with policy, not with day-to-day deeisiony or details,

ep Tab B,

3. ffwfé?'ﬁamer Service Boards are losated in each of tiwe major
0ffices and of Cia and are responsible to their reapective As-istant
Pirectors or ertiaq Heads for the operafion of the Career Service Progra:
in ae¢ordance with policy established by the CIA Career Service Soard, They
are slso respongible for collaboraticn wilh other /0fficg/ioards on inter=
Office Career Service problems, It is at this level and through the funce
tioming of these /Uffice/Boards that ine rotation, traﬁm.ng, advmcement
and assignwent plan recommended for the smm.m by b ;
raviewed for the approval of the As . ‘ f CTY Theaes
Bosards are concerned primarilly with the b@l&m&rﬁnﬁiﬁm of pa}.wy and with
the review of detailed recommendstions concerned with the careers of
individuals, (See Tab B).

he Annually, or as often &s required, esach person iz evaluated by his
ssparvisor and the evaluatlion ls reviewed Uy & reviewing official. 7his
evaisation together with a progoud development program forms the besis for
& detailed disoussion between the supervisor and the persen belng eveluated,
The propescd developaent program is reviewed by the é;ﬂcg Career Service
Board and when aporoved by tize maintmt Director or Office Head becomea
the plan for the individual's career for the next year or two, (See Tab C).
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5S¢ Special eachasis 1s placed on the identification, training and
development of individuals who demonstrate potentlal for assignment to
positions reguiring sxecutive sbility, Individual talent for planning,
organising and directing the work of otherz is one of the Agency's orize
sssets provided it 1s carefully developed and guided sffectively toward
the sooomplishment of some specific aspect of the Apency's ndssion, Such
potertial is of interest to the Agency as a whole since it is seldo: tled
to technioal proficiency in any one fleld and, thorefore, not limitod te
use #n any particulsr ares of mctivity. (See Tab b),

&, All new junior personnel recruited and selscted to f11l profesaionsl
positions (e.ge, new personnel up to and inclw G8-11 to £il1 slote
designated as professional positions) will be screened by the Professional
Selestion Panel {in a mammer similar to that employed by the Board of
Examiners of the Foreign Service) with respect to over-all suitability te
work in CIA en & career basis. BException to this procedure may be :ude in
each casc by the sporopriate Deputy Director. (See Tsb E}.

T« All new personnel reeruited and seleeted to 111 professional
positions Includiag all new "lateraleentry" personnel, 08~12 and above, will
enter the (I4 Imtelligence Schoel at the first session comrencing afiter their
E0D, Exception to this precedure may bLe made in cach case by the avpropriate
reputy Director, (Cee Tab E).

8, One of the o8t effective nethods of training CIA personnel,
developing their latent talents and preparing those persens with hizh potential
for more responsible positions is by means of rotation through one or more
positions that ean provide broadening experience, Execubive skills can often
};ae dewéopf?d through emperisnce in a variety of sreas of responsibility.

{Hee Tab Fj.

9, The favorable work climete that iz one of the goals of the (areer
Service Propgran would be enhanced by certain beanefits not now avallable to
{14 personnel, "any of these can be achieved only through legislstion, The
CIA Caresr Service 'osrd will give contimvous attention to this problem.
{See Tab o},

10, Huch of the work that is acoomplished in CIA must, for securiiy
reasons, be done ancuymously, An important incentive that is common to
mogt human endesvors, the acclaim and approbation of one's fellow man, 1s
therefore not generally available to CIA., The establishment of an internal
CIA Foner Awards Progras will in part fulfill thie need. (8See Tab i},

Tab A
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